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Abstract: This research paper investigates the factors contributing to low employee retention in firms, examining 

organizational, individual, and strategic issues to provide actionable recommendations for change. This study uses qualitative 

interviews and internal corporate documentation to investigate organizational factors influencing poor employee retention 

rates, such as leadership effectiveness, career growth possibilities, work-life balance, and company culture. Individual factors 

influencing employee retention rates, such as job satisfaction, engagement, and perceived contribution value, are investigated 

in this study. To understand potential variances, it evaluates demographic data such as age, gender, and work level. This study 

investigates staff retention issues and suggests evidence-based solutions. It combines qualitative and quantitative information 

to discover organizational and individual issues. The ideas are intended to develop a positive work environment and employee 

loyalty. 
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I. INTRODUCTION 

In today's competitive business climate, employee retention is critical to organizational success. The ability of a firm to 

attract and keep exceptional individuals directly impacts its performance, culture, and overall viability. Despite this 

understanding, many businesses continue to struggle with low staff retention. This study report investigates the core causes of 

low staff retention in depth. The research aims to provide insights that will lead to major improvements while illuminating the 

nuances of employee retention by analyzing a wide range of elements that contribute to this issue. 
 

Employee retention is influenced not just by personal motives but also by organizational dynamics. This study identifies 

and examines important organizational variables that correlate to low employee retention rates. Elements such as leadership 

effectiveness, professional growth opportunities, work-life balance, and business culture are explored to understand how they 

influence employee retention decisions. A combination informs this inquiry of qualitative methodologies, including interviews 

with current and former employees and an in-depth review of internal business material. 
 

This study looks into the effect of individual traits on employee retention rates. Job happiness, job engagement, and the 

perceived value of contributions are critical factors influencing whether employees stay or go. Understanding these 

characteristics enables a more in-depth investigation of how personal experiences and perceptions influence retention 

decisions. Furthermore, demographic data are used to identify potential differences in the influence of these factors across 

different employee groups. 
 

By drawing on industry best practices and scholarly ideas, this research piece attempts to give evidence-based 

approaches and solutions to solve low staff retention. Based on the findings of qualitative interviews and quantitative surveys, 

these recommendations provide specific steps to address the identified organizational and individual challenges. 
 

In summary, the study's findings assist in enhancing comprehension of the myriad elements that lead to low staff 

retention. By assessing organizational dynamics, individual perspectives, and strategic concerns, this study seeks to offer 

insightful advice to businesses looking to enhance employee retention. 
 

II. OBJECTIVES 

 Identifying and analyzing the key organizational factors contributing to low employee retention rates, focusing on 

business atmosphere, balance between work and life, professional growth possibilities, and leadership effectiveness. 

 To explore the effect of individual elements such as involvement and fulfillment in work and perceived value of 

contributions on employee retention rates. 

 To give recommendations for increasing employee retention based on a thorough examination of industry best practices 

and academic literature. 



Mohd Mansoor Hussain / IRJEMS, 2(4), 164-168, 2023 
 

 165

III. FACTORS AFFECTING EMPLOYEE RETENTION 

Employee retention is now recognized as a major determinant of a company's competitive edge, operational efficiency, 

and long-term success. As businesses continue to battle with low employee retention rates, understanding the intricate web of 

factors that contribute to this issue becomes increasingly important. This literature review delves into the corpus of research on 

employee retention, emphasising the organizational and human elements affecting workers' choice to stay or go. The evaluation 

also looks into potential remedies to this problem, providing insights that can be utilized to inform the investigation of poor 

employee morale. 
 

Organizational characteristics have a significant impact on employee retention rates. Leadership effectiveness is critical. 

Allen, Shore, and Griffeth (2003) emphasize the importance of perceived organizational support (POS) in the turnover process. 

Employees who feel strong leadership support are more likely to stay with the company since it contributes to their sense of 

belonging and loyalty to the company. Furthermore, Heskett, Sasser Jr., and Schlesinger (1997) introduce the service-profit 

chain model, emphasizing the interconnectedness of organizational climate, staff happiness, and customer loyalty. A pleasant 

work atmosphere and excellent leadership help to retain employees. 
 

Professional development opportunities are also essential. According to Cable and Judge (1996), person-organization fit 

improves work satisfaction and retention rates by aligning employee beliefs and goals with the company's mission. 

Organizations that invest in their employees' professional development and provide advancement chances foster a sense of 

loyalty and dedication among their employees. 
 

Work-life balance is becoming more crucial in today's workplace. Employees' capacity to combine their personal and 

professional lives directly impacts their job satisfaction and willingness to stay. Flexible scheduling, remote work options, and 

wellness initiatives, for example, can assist employers in avoiding burnout and boosting retention (Society for Human 

Resource Management, 2019). 
 

Employee retention is heavily influenced by individual traits as well as organizational dynamics. Job satisfaction is an 

essential aspect. Employees who believe their work is meaningful and tied to their beliefs, according to Saks (2006), are more 

likely to stay with their company. Dissatisfaction, on the other hand, can lead to disengagement and, finally, turnover. 
 

Job involvement supplements job joy. Engaged employees have a deep connection to their work and the organization, 

which leads to higher retention rates. Engaged individuals are more likely to devote discretionary effort and contribute 

positively to business culture (Ulrich & Smallwood, 2012). These elements not only boost personal fulfillment but also 

contribute to a more good work environment, which influences retention decisions 
 

 Lack of Employee Morale: Employee morale, influenced by job satisfaction and overall happiness, significantly impacts an 

organization's productivity and overall attitude, resulting in a negative work environment. 

 No Career Development: Employees, especially those working from home, may feel unappreciated due to a lack of 

advancement within their company. This can lead to job insecurity and a search for better opportunities. In the current 

disruptive economy, employees prioritize growth over stability, so companies lacking an employee retention program 

risk losing employees. 

 Lack Of Recognition: Effective leadership involves validating achievements, motivating employees, and offering both 

monetary and non-monetary incentives to increase engagement and foster a culture of gratitude and recognition. 

 Poor Relationship Between Management and Staff: Employees often spend most of their days away from family, 

making coworkers and managers like family. To maintain functional business ties, supportive managers are essential. 

Micromanaging employees can lead to suffocation and early job loss. 

 Poor Work-Life Balance: Firms often neglect to balance work and personal hours, particularly for remote workers, 

leading to increased burnout and dissatisfaction. Today, employees demand flexible work hours to balance career and 

personal life. 

 Improper Onboarding Process for New Joiners: Firms often misrepresent new employees' roles and advancement 

potential, leading to higher expectations than the company can meet during the onboarding process. 

 Employee Wellness: Organizations serve various purposes, including employment advancement and financial security, 

but employees' social, community and physical well-being are now primary concerns, prompting them to seek 

alternative work. 

 Compensation: Pay and retention are always linked, according to studies. However, experts are divided on its impact 

on retention. 
 

IV. THE IMPACT OF INDIVIDUAL ELEMENTS ON EMPLOYEE RETENTION RATES 

Individual factors such as job satisfaction, job engagement, and perceived value of contributions all have a major and 

well-documented impact on employee retention rates in the fields of human resource management and organizational 
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psychology. These factors are critical in determining whether employees opt to stay with a company or seek employment 

elsewhere. Let's look at how each factor affects retention rates. 
 

A) Job Satisfaction 

 Positive Impact on Retention: Job satisfaction is the overall contentment and happiness an employee experiences 

in their job, which can lead to increased retention and reduced motivation to seek alternative employment. 

 Negative Impact on Retention: Because disgruntled workers can actively check out new employment 

opportunities, inadequate satisfaction with work can lead to higher attrition rates. 

 Job Engagement 

 Positive Impact on Retention: Job engagement refers to employees' emotional investment in their work, resulting 

in enthusiasm, commitment, loyalty, and reduced likelihood of leaving the organization. 

 Negative Impact on Retention: Because disconnected workers are more likely to look for more rewarding chances 

elsewhere, dissatisfaction among workers can result in decreased recruitment rates. 

 Perceived Value of Contributions: 

 Positive Impact on Retention: Employees who believe their company values them are likely to stick around 

because rewards and recognition for their contributions encourage commitment. 

 Negative Impact on Retention: Employees who feel their contributions are overlooked or undervalued may 

become disillusioned and disheartened, leading to increased turnover rates. 
 

V. STRATEGIES FOR ENHANCING EMPLOYEE RETENTION 

According to the study, there are various methods for enhancing staff retention. Implementing successful leadership 

development programs is crucial. A supportive leadership strategy emphasising regular feedback, coaching, and chances for 

skill advancement increases employee engagement and connection to the organization (Allen et al., 2003). 
 

Addressing career development needs is also essential. Organizations may keep people interested and motivated by 

providing clear paths for progress and opportunities for continuous learning (Cable & Judge, 1996). When personal ambitions 

are matched with organizational growth, employees are more likely to commit to long-term relationships with the company. 
 

Organizations can promote work-life balance by creating flexible policies that allow employees to carry out their 

responsibilities properly. Remote work choices, family-friendly policies, and wellness programs can assist in mitigating the 

harmful effects of stress and overwork, resulting in higher employee retention (Society for Human Resource Management, 

2019). 
 

 Job Satisfaction: The study found that job fulfillment and employee retention correlate positively. Workers tended to 

stick with the company if they expressed greater job satisfaction. Employment happiness was influenced by job 

positions matching individual strengths and interests, a fair wage, and recognition for success. 

 Job Engagement: Workers passionate about what they do have a higher retention rate. People who felt strongly 

connected to their work and the organization were more inclined to devote discretionary effort and positively influence 

corporate culture. Employees who were engaged regarded their contributions as meaningful, which promoted a sense of 

commitment to the company. 

 Employee Retention and Organizational Leadership Effectiveness: The study showed a significant association 

between employee retention and organizational leadership effectiveness. Employees who reported greater degrees of 

perceived organizational support (POS) from their supervisors were more inclined to wish to remain employed by the 

business. Strong leadership that emphasizes communication, acknowledgement, and employee development has been 

found to promote a sense of loyalty and dedication. 

 Career Development Opportunities: According to the findings, employees' opinions of future growth opportunities 

directly impacted their likelihood of staying with the company. Organizations with defined professional advancement 

paths, skill development programs, and mentorship opportunities have higher retention rates. Employees were more 

loyal when their professional ambitions aligned with the company's commitment to employee development. 

 Work-Life Balance: The importance of work-life balance in retaining employees has grown. Employees who reported 

being able to combine work and personal responsibilities reported higher job satisfaction and, as a result, a stronger 

intent to stay with the company. Organizations that implemented flexible work arrangements, remote work options, and 

wellness programs saw lower turnover rates. 

 Leadership Development Programs: Organizations that aim to increase employee retention should engage in 

leadership development programs that enable leaders to provide support, recognition, and effective communication. 

Employee loyalty improves as a result, and turnover lowers. 
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 Clarity in Career Paths: It is vital to retain people by providing clear career growth paths and opportunities for 

ongoing learning. Organizations can build a culture that supports employee development and aligns personal goals with 

the firm's broader direction. 

 Workplace Flexibility Policies: Employers may retain employees by allowing flexible time management and 

promoting a balance between work and personal life. Reducing employee burnout and fostering a positive work 

environment can be achieved by providing wellness programs and remote work options. 
 

VI. CONCLUSION 

To better understand the complex issue of low employee retention, this study focused on three distinct goals: the 

identification and analysis of organizational drivers, the examination of individual characteristics, and the provision of 

evidence-based solutions. A comprehensive picture has emerged by evaluating these factors, shedding light on the underlying 

causes and potential remedies for low employee retention. 
 

The first objective was to concentrate on organizational factors. An analysis of leadership effectiveness, professional 

growth opportunities, and work-life balance indicated that these factors influence employee retention rates significantly. 

Employee loyalty is fostered through excellent leadership that fosters a culture of support and growth and clearly defined paths 

for professional advancement. A corporate commitment to work-life balance also increases job satisfaction, influencing 

retention decisions. 
 

The second objective concentrated on individual factors, highlighting the importance of job satisfaction and job 

engagement. The findings confirmed that workers who delight in their jobs and are happy in their positions are more inclined to 

stick with the organization. This underlines the necessity of building an atmosphere that encourages active engagement and 

personal contribution and gives compelling employment prospects. 
 

The final objective proposes measures to improve staff retention based on the above information. Leadership 

development programs emerge as a potential catalyst, equipping leaders to provide support, acknowledgment, and effective 

communication. Aligning employees' goals with clear progression routes is also essential for keeping a motivated workforce. 

Adopting flexible work rules acknowledges the desire of the modern workforce for a decent work-life balance, increasing 

employee well-being and satisfaction. 
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